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In the final decade of the twentieth century, 
unpredictabili ty will characterize the world situation. 
The replacement of the centrally planned economy, which has 
hitherto dominated most of the socialist countries, by a 
more open and market economy due to the downfall of 
socialism; the formation of a Common Europe in 1992; and 
the continuous adoption of the Open Door Policy in China 
means that larger and more market opportuni ties will be 
offered to all organizations in Hong Kong to expand their 
businesses. In contrast, the Bank of Credit and Commerce 
Hong Kong incident which has seriously hampered the 
reliabili ty and credibili ty of the terri tory's banking 
system in attracting foreign investment in Hong Kong; the 
remaining unresolved questions relating to the uncertainty 
arisen from the handover of Hong Kong to China in the run-
up to and after 1997; and the regional and global economic 
slowdown may impose threats upon the local companies. 
No doubt, the rapid changes in the external world 
would lead to changes, no matter how significant they are, 
in the internal environment of a business organization. 
Hence, today's managers need to be sensitive both in 
identifying changes and the opportunities and threats 
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created by these changes and in taking the right actions to 
adapt to them, so as to operate the organizations 
successfully. Besides, they even need to increase their 
skills and abilities in such a rapidly changing world in 
diagnosing the resistance to change which would hind~r the 
growth of the organizations and choosing the appropriate 
methods to overcome it. 
In the 1990s, "people" have not only been regarded as 
the most important and valuable assets of most of the 
organizations, but also become an "issue" facing by them in 
the future, as concluded by Ron Huntley, the General 
Manager of Training & Sales Promotion of National Mutual 
Insurance Company Limi ted. Today, most of the large 
corporations are possibly facing one or more of the 
following two challenges: 
The first challenge regards the abili ty of those 
firms, which intend to extend their businesses 
internationally, to acquire or develop a team of competent 
international managers. Because of the growing importance 
of international business, the demand for international 
managers has been growing so fast that the supply of these 
high-quality and competent executives is insufficient to 
match the market needs. This may consequently intensify 
the competition on people and hinder the growth and success 
of these mul tinational corporations in the highly 
competitive world market. 
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The second challenge faced by most of the firms 
resul ts from the technological innovation improves the 
efficiency and effectiveness of business operations. The 
computerization of business operations, the advancement in 
communication modes and other technological innov'ations 
have always forced the companies to be highly alert to 
their availabili ty and fully well-versed in their 
application. To ensure that all the parties wi thin the 
organization can effectively and fully make use of the 
advanced technology, a continuous training programme would 
be necessary to develop them with these skills accordingly. 
Besides, a comprehensive and continuous management 
development and training programme offered to the employees 
can reveal the organization's long-term perspective and 
intention to develop their career thoroughly and 
continuously, even though the company is currently operated 
under an unprofitable situation. Therefore, this would 
become an incentive scheme to enhance employees' working 
morale and motivation when they are confused by the rumours 
or actions that will be taken by corporations, among them, 
IBM and Citibank, N.A., concerning the strategic reactions 
to minimize their losses from economic recession. 
As a consequence, management development and training 
has become strategically important and a very hot 
discussion topic to answer the hard questions for the hard 
time in almost every corner of the world. 
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The Management Development Needs For Hong Kong 
In The Decade Of 90s 
Like other economically prosperous countries, the Hong 
Kong economy is also highly susceptible to external 
environmental changes. These changes include the world-
wide trend of economic slump, the rapid change in 
information technology and the emergence of new market 
opportunities elsewhere. Besides, it may also be affected 
by internal changes such as the current double-digit 
inflation rate and the economic and political issues arisen 
from the handover of Hong Kong to China at the end of this 
century. 
What the organizations in the territory are now 
seeking for is no longer technical managers only, but also 
more and more "multi-functional" managers. For this 
reason, managers, who are specialists in their well-known 
fields when they are at the lowest level of management, 
should develop the following attributes gradually as they 
climb up to the upper management positions of the 
organization: 
• 
as professionals in managing the organizations 
effectively tinder a very dynamic and changeable 
environment; 
as generalists who are familiar with and capable 
of connecting their expertise with other 
functional aspects of the organizations; and 
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• as global managers who could look at things 
comprehensively and in a long-range view . 
Therefore, management development and training programmes 
are to be designed accordingly to meet the needs of 
managers at different levels of the hierarchy. 
For those who are at the lower level of management, 
the development and training programme will place more 
emphasis on the development of their technical and 
analytical skills on specific functional areas. Management 
trainees, supervisors and officers are the parties involved 
in this kind of development and training programme (Storey, 
1990; Yau & Sculli, 1990). 
For the middle-level managers, the focus of the 
programme will shift to the development of their 
interpersonal and communication skills. This is due to the 
fact that their roles and responsibilities in the 
organizations are no longer been restricted to the 
technical work in a specific functional area. Instead, 
more complex and general functions such as acting as a 
bridge between the ' top management and the operating core; 
as the representatives' of the companies to the outside 
parties - suppliers and customers and the like; and as the 
supporting arms of the top management in decision-making. 
The programme will be designed to develop their soft 
management skills such as interpersonal skills, conflicts 
management, developing a good relationship with 
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subordinates and the like ( Storey, 1990; Yau & Sculli, 
1990 ) . 
Since the top management executives are experienced in 
making decisions and interacting with both internal and 
external parties, the central theme of the programme may be 
placed on updating their knowledge on new management 
concepts, and upkeeping them wi th the new and effective 
communication skills. It also acts as a forum for them to 
exchange and share with one another their views and 
experience on coping with the internal and external issues 
being faced by them (Stumpf & Mullen, 1991; Temporal, 1990; 
Yau & Sculli, 1990). 
The Scope Of The Study 
As one of the fast-growing newly industrialized Asian 
countries, the economic miracle of Hong Kong is more or 
less attributed to its strong and well-established banking 
system. Surely, no one can deny the importance of the 
banking services on the trade development and economic 
prosperity of Hong Kong. 
However, there is no escape for the Hong Kong banking 
industry from the influence of the fast-changing 
international and local scene. As noted by the Chairman of 
. t. 1 the Hong Kong Management ASSOCla 10n , the recent 10-15% 
and the expected high turnover rate of competent employees 
1 The comments were made at the press conference held in 
January 9, 1992. 
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in the banking industry, coupled wi th the insufficient 
supply of potential and high-quality individuals from the 
local sources, in association with the loss of confidence 
from most of the people of Hong Kong on the terri tory's 
banking system, have become the main current issues being 
faced by most of the banks in Hong Kong. Hence, it will be 
an interesting area to study how the local banks develop 
and train their human resources in coping with this hard 
time. 
The Rationale For A Case Study 
On The Bank Of China Group 
As the second largest banking group in Hong Kong 
(following the Hongkong and Shanghai Banking Corporation), 
the Bank of China Group is growing more and more importance 
in this zone in the decade of 1990s. As part of its long-
term mission, it is now emerging as a pillar for Hong 
Kong's economic stability. Its overall objective is to 
remove the anxieties of the local and international 
investors over the territory's investment environment and 
maintain their confidence to continue investing in Hong 
Kong. This role was clearly seen during the topsy-turvy 
period caused by the incident of the Bank of Credi t and 
Commerce Hong Kong when it pledged its support for the 
banking system and publicly rejected the wild rumours of 
several bank-runs circulating in the community2. 
2 Kevin Murphy, "Banking's year of living dangerously", 
Banking & Finance Review", South China Morning Post, 
1991, pp. 4-5. 
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It is also worth noting that the Group has its 
ambitious expansionary strategy in its regional operations 
and in taking up the role as one of the note-issuing banks 
in Hong Kong after 1997, or even a few years before that. 
Therefore, it is crucial to study its developmen't and 
training programme being offered to develop its own human 
resources in order to deal with its increasing demand for 
managers, at all levels of management, of large calibre to 
achieve the Group's overall objectives. 
The Objectives Of The Case Study 
In view of the Bank of China Group's .growing vital and 
symbolic role in the economy of Hong Kong and the 
announcement of the a.doption of its ambitious plans to 
expand its business locally and internationally, the 
pl"imary focus of the study is the extent to which the Bank 
0£ China Group Training and Development Centre helps all 
the sister banks to develop a team of executives with the 
highest calibre to accomplish and carry out the Group's 
overall strategy effectively. 
Through a comprehensive analysis of the programme 
being carried out by the Centre for more than twelve years, 
it is the second objective of the study to identify the 
development pattern of the programme over the last decade. 
Joanna Newman, " Banking & Finance A year to 




study is aimed at examining the 
differences in the content of the programme being designed 





ON MANAGEMENT DEVELOPMENT & TRAINING 
What Is Meant By Management Development & Training 
Management development can simply be defined as a 
process of improving the current and future managers' 
performance through the continuous development of 
individuals' managerial skills and abilities. It is a 
means for the firm to cope with general issues that are 
problematic, arguable, subtle and controversial and to 
develop a high level of competence in managers. It is also 
a measure to assure the executive proficiency today and for 
tomorrow. 
Recently, a number of scholars have defined the 
concept in the following ways: 
Generally speaking, management development is defined 
as a continuous process of many planned and unplanned 
activities and experience that helps managers in an 
organization to develop their experience, ideas, knowledge, 
skills, relationships and personal identity. As the 
business environment seldom remains static, hence, 
management development and training will never cease for 
11 
the benefits of the organization3• 
Some may refer management development to a vocational 
subject which is designed to meet such needs of managers at 
the high level of seniority as the conceptual ability and 
the capability to think of the corporate problems within a 
broad context and provide specialist advice at a broader 
level4. 
Besides, it may be described as a forward-looking 
activity since it is perceived as a competitive tool of top 
management concerning itself with the supply and 
effectiveness of managers in dealing with such a 
competitive, fast-changing and challenging environment5• 
With its strategic importance to the survival for the 
companies, management development can be regarded as 
something more than a personnel function. It should be 
considered to be a part of the business plan to the 
strategic objectives of the firm and linked with its 
operating plans. 
3 Paul Temporal, "Linking Management Development to the 
Corporate Future ' - The Role of the Professional t1, 
Journal of Management Development, Vol.9 No.5 (1990), 
pp.7-15. 
R. Meredith Belbin & Andrew Life, " Management 
Development for the Management Team ", Management 
Development & Training Handbook, 2nd Edi t ion, 1983, 
pp.328-329. 
5 Donald S. Markwell, " The Role of the Management 
Development Service tt, Management Development & 
Training Handbook, 2nd Edition, 1983, Chapter 8. 
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Bohdan Hawrylyshn6 even distinguished management 
development from management education and training. From 
his viewpoint, management development would not only be 
classified as either an educational or training programme, 
but a combination of both activities. 
In sum, management development is a complex and whole 
process of enhancing the productivi ty and efficiency of 
managers through the planning and programming of different 
forms of activities. These development activities offered 
will be aimed at improving the managerial skills which are 
required at different levels of management. It actually 
encompasses all the means which could be used to achieve 
the purposes of individual development, the formation of a 
competent management team, management successions and 
organizational continuity. Job rotation, on-the-job 
training, classroom training and learning from the past 
experiences are good examples of the means. 
The Purposes Of Management Development & Training 
It is the fact that running management development and 
training programme costs billions of dollars? Although it 
may be an expensive activity to organize a management 
6 Bohdan Hawrylyshyn, " Management Education A 
Conceptual Framework It , Management Development & 
Training Handbook, 2nd Edition, 1983, Chapter 15. 
7 A report by Carnegie Foundation indicates that " 
Training & Development It is a 40 billion of dollars 
business" from James C. Conant, "Management 
Development Revisited", Journal of Management 
Development, Vol.10 No.2, 1991, pp. 15. 
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development and training programme, the returns from it to 
the firm can comp'ensate or even outweigh its huge costs. 
In general, management development programmes serve 
two purposes. One is to meet the future needs 'of an 
organization in an ever-changing environment. Another one 
is to develop and advance the individuals within the 
organization. 
Meeting the Future Management Needs 
The increasing stress on internationalization and the 
tendency of most of the firms to globalize their business 
have laid down the ground for the growing importance of 
management development. To run effectively on its global 
business, the firm is required to develop its managers as 
the global ones with tt the skills of global business 
diplomacy, searching ability for opportunities and keeping 
pace with the enhanced economic competition ,,8 
Since most of the managers can be described as 
technical managers, those who are specialists or 
professionals in particular areas like accounting and 
finance, it is necessary for the organizations to design a 
development programme to reshape them as the generalists. 
Therefore, the management development programme is used to 
develop and enhance the participants wi th the so-called 
8 John Storey, " Management Development: A Li terature 
Review and Implications for Future Research - Part 11: 
Profiles and Contexts " Personnel Review, Vol.19 
No.1, 1990, pp.5. 
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"soft management skills,,9 such as communication, handling 
conflicts with their subordinates and other interpersonal 
skills which they are recently deficient. Other skills 
like multicultural-management, social and problem-solving 
skills are also required to be included in the programme10 . 
Developing & Advancing the Individuals 
As indicated by Levine, Charles H., developing 
managers may be one of the effective tools to enhance their 
working morale and job motivation and improve their 
perception on job security when the firm is experiencing a 
period of low growth on its businessll . Hence, a 
management development programme, although it is considered 
as an expensive activity, is a good means to retain the 
competent employees and to draw their attention away from 
the threats created by the adoption of the contractionary 
strategy of the firm during periods of low growth. 
New managers, the ones who are promoted from junior to 
senior posi tions, may be nervous and feared about their 





Abid. pp. 4. 
Tai K. Oh, " Understanding Managerial Values and 
Behaviour among the Gang of Four: South Korea, Taiwan, 
Singapore and Hong Kong ", Journal of Management 
Development, Vol. 10 No.2, 1991, pp.54. 
Bernard Taylor & Gordon Lippi tt, " Developing Managers 
in a Period of Low Growth ", Management Development & 
Training Handbook, 2nd edition, 1983, pp. 4-6. 
Bob Mansfield & David Clutterbuck, " Management 
Development - the Bottom Line ", The PA Journal for 
Management, Iss. No.7, 1987, pp.19. 
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development can, therefore, be treated as a tool to reduce 
these kinds of psychological disturbances which are 
difficult to ignore during the transitional period. 
In general, the management development programme is 
used to shape the managers with the appropriate attributes 
to meet the challenges of the 1990s; to prepare them for 
the market and technological changes; to develop them as 
managers with long-range perspectives for the survival of 
the firm and to assist them to better cope with complex and 
dynamic conditions. 
The Historical Development Of The Concept 
Of Management Development 
As the business environment has become more and more 
complex, more and different kinds of managerial skills are 
required for today's managers. Hence, the structure of the 
management development and training programmes is always 
changing in order to match the market demand at different 
. d 13 perlO s for different types of managers (Bartz & 
Calabrese, 1991; Cunningham, 1991; Goodge, 1991; Zilbert, 
1991; Hunt, 1990; Santhanaraj, 1990). 
13 John W. Hunt, tt Management Development for the Year 




In the 1960s, most of the Western management 
development programmes were designed in the similar pattern 
of the traditional management courses offered by the 
business schools of the public institutions. , Since 
management development was aimed at introducing the 
business language to those managers who had not attended 
formal business schools, the programmes were, therefore, 
focused on the study of the business functions: planning, 
organizing, directing, controlling and communicating, and 
the basic business disciplines such as finance, accounting, 
marketing and economics. At that time, most of the 
programmes were designed and supplied from inside of the 
firm with a longer duration. But sometimes the in-house 
programmes would offer some ad-hoc courses wi th shorter 
modules to meet the short-term demand. Besides, little 
action learning was used. 
The 1970s 
During this decade, the role of management development 
has ceased to look like education with the provisions of 
long courses for the participants. All the tradi tional 
disciplines were replaced by shorter and more specific 
courses and gave more emphasized on the company problems, 
projects and action learning. 
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The 1980s 
Two major shifts had been made in the content of 
management development programmes to meet the managers' 
demand for more action-related skills than a range of 
disciplinary and analytical ones (Cunningham). More and 
more programmes were emphasized on general management view 
based on strategic analysis and on issue-related training 
in the forms of projects and task forces. At this period, 
tailor-made and in-house programmes had become relatively 
popular (Cunningham; Bartz & Calabrese). Most of the 
courses offered were characterized by its short duration 
and multitude of topics. 
The 1990s 
The demand for management development programmes is 
growing increasingly. More advanced and in-house 
management development programmes are being offered to meet 
the needs (Hunt; Santhanaraj; Zilbert). Some corporations 
even set up their own MBA programmes to develop their own 
managers. The courses would concentrate on the 
behaviourial aspects of management like leadership, culture 
and vision and on the managerial skills of integrating the 
organizations with the changes of the world. 
Al though the demand for management development is 
largely increasing, the cost of operating such a programme 
is so expensive that not all the companies can afford, 
especially the medium and small business firms. Hence, 
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there is a major shift in the supply of development 
programmes from the internal sources to the external ones. 
Many companies will encourage and sponsor their potential 
managers to enrol in management development courses and MBA 
programmes offered by universities and professional 
institutions. On the other hand, the tertiary institutions 
have increasingly designed some tailor-made courses which 
will fit the needs of the market (Bartz & Calabrese, 1990). 
CHAPTER THREE 
A CASE STUDY: 
THE BANK OF CHINA GROUP 
TRAINING & DEVELOPMENT CENTRE 
19 
The Bank of China Group Training & Development Centre 
(the Centre) has been set up in Hong Kong since 1979 (it 
was initially known as the Training & Development Centre of 
the Bank of China, Hong Kong and Macau Regional Office; and 
has formally used the current name since 1989). During 
these thirteen years, the Centre has successfully provided 
all the sister banks with a pool of high-quality employees, 
ranging from the operating core to the top management 
level. Today, it is recognised as the second largest and 
well-established training and development centre in the 
banking industry, as commented by Mr. D. Vu, the Head of 
the Bank of China Group Training & Development Centre. 
The Development Trend Of The Training 
& Development Programme 
The training and development programme offered by the 
Centre has undergone three stages of development, each 
characterised by a central theme on the trend of the design 
of the programme. 
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The First Stage: 1980 - 1985 
At the initial stage, the Centre was only acting as a 
supplementary tool of the sister banks by designing and 
providing training courses on an ad-hoc basis. In other 
words, the Centre would not take the initiative to 'design 
and/or organize any course for the sister banks unless it 
was asked for by them individually. As different sister 
banks had different training needs in different areas and 
at different time, all the programmes were designed 
according to the deficiency of individual sister banks. 
So, the usefulness and applicability of the programmes were 
limited to the requested sister banks only. Of course, the 
Centre, at that time, has taken a reactive attitude 
instead of a proactive one, on the development of training 
and management development programmes for the Group. 
The Second Stage: 1986 - 1988 
Gaining more experience on the formulation of the 
programmes and in-depth understanding on the needs of the 
sister banks from the previous years, the Centre has turned 
to organize a more systematic programme, instead of the ad-
hoc one, to match the general and common needs of the 
sister banks. The provision of the systematic training and 
development courses to study the banking businesses of the 
Group to all the new entrants of any particular sister bank 
or department is a good example for this kind of the 
programme (See Exhibit 1). 
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Foreseeing the increasing demand for a team of high-
quality middle-level managers for the future growth of the 
Group, the Centre has decided to shift its focus of the 
training and development programme on the development of 
managers at the middle and top management levels. A more 
systematic management development and training programme 
has been developed gradually and specifically. 
The Third Stage: 1989 and Onwards 
As the business of the Bank of China Group has been 
running on the track and its business scope has been 
broadened to many activities and extended to the 
international markets, the Centre, therefore, places more 
emphasis on the effect of the whole programme in matching 
with the needs of the individual sister banks. Based on 
this central theme, the Centre will be intended to deliver 
tailor-made courses - courses that are designed to remedy 
the deficiencies and cope with the problems faced by the 
individual banks. By doing so, the business performance 
and efficiency of the individual sister banks will be 
enhanced. 
At the present stage, the staff of the Centre will 
take a more or less proactive attitude to look for the 
future development and planning of the individual sister 
banks under a dynamic environment, so as to identify their 
training needs ahead and, 





design the appropriate 
to get this kind of 
through either the 
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distribution of questionnaire or observation, and frequent 
discussion with the top management of the sister banks will 
be conducted by the senior executives of the Centre. 
The Structure Of The Bank Of China Group 
Training & Development Centre 
The Bank of China Group Training & Development Centre 
now operating as an independent unit of the Bank of China 
Group (the BOC Group or the Group), is responsible for the 
design and provision of a comprehensive training and 
development programme to all the staff of the Group. The 
Centre is composed of six individual sections each of which 
specializes in one area. They include five Training 
Sections, concerning the areas about management 
development, the in-house diploma programmes, the banking 
operation, the fundamental businesses of the banks, and the 
language, and the Administration Office. All are placed 
under the control and leadership of the General Manager 
Office which seeks advice from an advisory body (See 
Exhibit 2). 
With the increasing importance of training and 
development for the growth of the sister banks, the Bank of 
China Group has decided to relocate the place and 
reorganize all the training activities from the previous 
three offices to one centre only. The concentration of the 
training resources to the new Centre at Wanchai, opened at 
the end of 1989 with an area of 17,000 square feet, can 
enable the top management to operate the training 
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activities more efficiently. Up till now, the Centre has 
a total nine training classrooms with different capacity -
one for 130 persons; two for 20 persons; three for 50 
persons; a language-laboratory; a PC-computer room and an 
operating room for practising Automated-Teller Machines. 
The Corporate Strategy Of The Boe Group In The 1990s 
In facing with the challenging regional and global 
environments, together with the fulfilment of the Group's 
long-standing objectives of helping the modernization of 
ehina and maintaining the economic stability of Hong Kong, 
the Group's overall strategy has been characterised by 
three central ideas -diversification, internationalization 
and balancing the growth of the sister banks in response to 
the trend of the general environment. 
The Overall Objective Of The Boe Group 
Training & Development Centre 
Although it seems to have an indirect influence on the 
performance of the Group, the Centre is the only vital tool 
geared to the development of the Group's human assets which 
are the essential element in accomplishing its overall 
objectives and implementing its plans successfully. Hence, 
no one can neglect the' importance of the functions of the 
Centre and its contribution on the success of the Bank of 
China Group in recent years. 
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Incorporated with the growth of the Group's banking 
business in the ' regional and international markets, the 
primary goal of the Centre is to build up a team of high 
calibre managers with a very high standard for all the 
sister banks, and to assist them in carrying o'ut the 
corporate strategy of the Group more effectively by the 
delivery of a series of development and training programmes 
at the right time, in the right place and to the right 
persons. 
Besides, the Centre is also responsible to provide 
development programme for the banking executives from the 
home country. This is due to the fact that it is the 
mission of the Bank of China Group to assist the economic 
reforms and modernization of China by instilling in the 
executives from mainland China a sense of understanding on 
the modern banking operation and management concept. 
The Purposes Of The Centre's Training 
And Development Programme 
In order to shape the right managers and other 
participants, to meet the challenges of the 1990s and adopt 
a long-range perspective for the growth and survival of the 
Bank of China Group, the purposes of the management 
development and training programmes are: 
To ensure that there will be a succession of 
qualified and competent managers for the Group to 




To guarantee that all the supervisors and 
managers are constantly undated in their skills, 
knowledge and attitudes to meet the changing 
environments; 
To release the psychological shock of those who 
are in the new positions from the transitionary 
period by preparing them wi th the appropriate 
skills and knowledge required; 
To establish a team of cohesive, competent and 
knowledgeable managers to support the Group's 
overall objectives as well as those of the 
individual sister banks; 
To ensure that everyone is developed and trained 
to their maximum capability. 
The Nature Of The Centre's Management Development 
And Training Programme 
Up till now, the Centre has already delivered a 
systematic and comprehensive management development and 
training programme to serve all the sister banks of the 
Bank of China Group and also the economic development of 
the mainland China. On the whole, the programme is 
tailored into three categories to meet the particular 
management development and training needs for managers at 
different levels (See Exhibit 3). 
For those who are at the supervisory or lower 
management level, sometimes we describe them as the 
technical managers, a series of core courses on business 
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management and administration, supplemented by a large 
number of 
organized. 
short-term and business-oriented courses 
The aims of offering this kind of courses 
are 
are: 
To develop them as competent managers with the 
basic management skills, especially for those who 
have not receive education on business 
management; 
To ensure that the lower-level managers should 
have a fundamental knowledge on the general 
businesses of their banks, in order to facilitate 
their control over the tasks; and 
• To pave the way for the lower-level managers for 
promotion to the higher management positions, for 
the reason that a general understanding on the 
banking operation and business of their own banks 
is a must for making decisions at the upper 
management level. 
As managers at the middle management would devote 
most of their working hours on planning, leading and 
interacting with different groups of people, courses will 
be designed to develop their interpersonal skills and to 
cultivate an in-depth understanding on the banking 
operation and management. 
Owing to the fact that the job of the managers at the 
strategic apex of the organizational structure becomes more 
strategic and less operational, the aims of the programme 
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for the top management is: 
• 
To inform them with the newest business-related 
management issues and information; and 
To provide them with a forum to meet together to 
share and exchange their ideas, information and 
experience on management. 
The Programme For The Lower Level Management 
With the primary objective to develop individuals at 
the lower management level as outstanding and effective 
executives, a distance-learning diploma course on the 
Principles of Business Management is designed for them. 
The goals of this course are to educate the participants on 
the basic knowledge on the general principles of management 
and the application for them to their real working 
environment; and to introduce to them the roles and 
importance of supervisors and managers in the whole 
organization and their opportunities to develop their 
potentials. The course, which lasts for eighteen weeks, is 
actually targeted to the potential senior staff who will be 
promoted to the supervisory level, officer trainees and 
senior officers who do not receive tertiary education on 
business management and administration. 
The content of the programme includes the following 
topics:-
Introduction to Management 







Making Effective Planning 
Problem Solving & Decision 
Making 
Managing Organizational 
Change & Development 
Coordination 
Performance Appraisal 
Leadership Training & 
Management 
Job Motivation, Performance & 
Satisfaction 
Interpersonal & Organizational 
Communication Skills 
Control Methods 
Negotiation Techniques & Skills 
Commercial-Letters & Reports Writings 
Office Politics 
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Since it is a distance-learning programme, 
participants will make use of the distributed course 
materials, including textbooks, cases, video-tapes and 
assignments, to learn at home on a self-studying approach, 
supplemented by four Saturday-afternoon tutorial sessions. 
With this kind of training approach, the participants can 
have the flexibility to control their own learning progress 
according to their capability and time available. 
Moreover, they can have the opportuni ty to apply the 
knowledge they have learnt to their work immediately. 
Besides, a series of elementary courses on the 
business of the Group is offered for those who are 
unfamiliar wi th the nature and characteristics of the 
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services provided by the individual sister banks. Officer 
trainees and riewly promoted officers or managers or 
department heads of any section or department are the 
target individuals for these courses. The content of this 
series of core courses includes:-
• Introduction to the Bank of China Group - Its history 
and development, its philosophy and mission, its 
organizational structure and overall strategy; 
Introduction to the Major Business Functions of the 
Sister Banks: 
Depository 
Credit & Loans -
Knowledge on Foreign 
Exchan,ge 
Types of Deposits & their 
Features & Operating 
Procedures 
Knowledge on Managing 
Accounts under Special 
Circumstances 
Knowledge on the Banking 
Ordinance in Hong Kong 
Topics on Specific Banking 
Areas 
Types of Pledge & their 
Features 
Types of Loans & their 
Nature 
Risk Management 
Financial & Management 
Accounting 
Seminars on Issues of Credit 
& Loans 
Bills & Remittance- Seminars on Specific Topics 
As these courses serve as the supplementary tool of 
on-the-job training to provide the participants with a 
basic knowledge and conceptual understanding on the general 
businesses run by the Group, all of them are short in 
duration, ranging from half-day to five-day, and small in 
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size to facilitate interactions and discussions among the 
participants. Seminars, case studies, and off-site, 
classroom training are the major training methods used. 
The Programme For The Middle Level Management 
The main difference of the management development and 
training programme for the middle-level managers (assistant 
managers, managers and senior managers) from that for the 
first-line managers is the degree of complexity and depth. 
This is because the tasks at the middle management tend to 
become less operational and technical but more strategic, 
involving more problem solving and decision making 
activities in their functional areas, and frequent 
interactions with different parties. 
Incorporating their changing roles, an in-depth and a 
specific management development programme has been designed 
for developing the managers with the specific managerial 
behaviours and skills required. Besides, an in-house 
diploma programme on banking and other specific certificate 
courses are delivered to them, so that they have a more in-
depth, systematic, professional and formal education on all 
the areas concerning the banking operation and business. 
This, in turn, could eliminate the possibilities of making 
bad or wrong decisions owing to their unfamiliarity with 
the banking industry. Finally, different kinds of English-
language training courses are offered to match the 
different needs of the middle managers, in order to improve 
their fluency in English-speaking and their writing and 
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presentation capabilities in English. 
In general, all the courses, excluding the English-
language courses, are organized in the form of workshops, 
each wi th a maximum of 15 participants. Experiential 
training methods like action-learning, role-playing, 
management games and case study are the most common 
vehicles used to pursue and promote a two-way dialogue 
during the lessons. By encouraging active participation, 
a small-size class can facilitate frequent interactions 
between the participating parties, speed up the progress 
and enhance the effectiveness of the programmes. 
An in-depth elementary course on Management 
The overall objectives of this course are: to assist 
those managers at the middle level management to clearly 
understand their individual roles and responsibilities in 
the organization; to further improve their skills on 
motivating their subordinates and to polish the 
communication ability with the subordinates. To achieve 
these objectives, the content of the course is specifically 
focused on:-
Principles of Management -
Principles of Motivation -
What Managers Do 
Managerial Roles & 
Skills 
Management Functions 





Maslow's Hierarchy of 
Needs & McClelland's 




The Ways of Identifying 
Needs of Subordinates 
Principles of 
Communication 
One-Way & Two-Way 
Communication 
Barriers to Effective 
Communication & 
Methods to Overcome 
Them 
Communication Skills & 
Techniques 
This is an off-site, short-module and classroom-
training course which is targeted to the assistant managers 
and officers who are being promoted to the middle level of 
management. 
Seminar on Leadership & Teamwork 
As the middle-level managers are spending most of 
their time on directing and leading their working teams to 
implement the strategies and plans of the bank, and to 
complete the work on time and with the best performance, 
this seminar course, with the content focused on Leadership 
& Team Management, is organized to allow all the managers 
at the same management level from different departments or 
sister banks to exchange their experience and share their 
opinions on the effective ways to lead their subordinates 
and to enhance the efficiency on teamwork. 
Seminar on Interviewing Skills with Subordinates 
This is a two-day seminar with the objective of 
enabling the managers to acquire the skills of formal and 
informal interviews with their subordinates. Through the 
seminar, the managers could find out the effective ways and 
skills for interviewing with the subordinates, and then to 
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make use of them to reinforce their relationships with the 
subordinates by better communication and understanding 
their individual needs 'and difficulties. It goes beyond 
saying that a good superior-subordinate working 
relationship can release the employees' working tension and 
improve their productivity and working efficiency. 
A Course on Banking Business Development 
As branch managers, it is, therefore, their tasks to 
extend the current business scope of the banks to new areas 
and to introduce new products to retain the present 
customers and attract new ones. To develop them with the 
appropriate knowledge and skills, a three-day development 
course is organized to develop managers with a marketing-
sense on identifying new opportuni ties in the current 
changing and potential markets, the basic marketing skills 
and knowledge on launching and promoting new products and 
the essential techniques on performing marketing analysis, 
so that they can make use of them to extend the business of 
the Group more easily and successfully. 
A Course on Human Resources Management 
Unlike the first-line managers, the middle managers 
spend a lot of time in dealing with people. The way to 
recruit and select the right person to a particular 
position, to assign the right task to the capable staff, to 
motivate them and to reduce conflicts among subordinates 
and between superiors and subordinates, would have an 
influential effect on the overall performance of the 
departments and the whole organization. Therefore, it is 
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crucial to begin developing and training managers at the 
middle managem~nt with a thorough understanding and 
knowledge on all aspects of human resources management. 
There is no doubt that an organization with good human 
assets can, to a large extent, lead itself to the -way of 
success. 
The Programme For The Top Management 
As the designer, strategist, coordinator, figure-head 
and leader of the organization, a top executive must 
possess the following characteristics: 
• Highly sensitive to and be aware of any change in 
the business environment that,in any way, affect 
the whole organization; 
Be able to coordinate the work of individual 
departments toward the central direction of the 
Group; and 
Be able to lead the whole team of staff to serve 
the customers effectively. 
Hence, periodical seminars and courses concerning areas of 
service management on banking business, promotion and 
building-up team-spirit, and strategic marketing on banking 
are organized for the top management in order to update 
their knowledge on the changing needs in banking service 
and new management concepts and skills, and advancing its 
strategic planning ability. A seminar approach is mostly 
used as the development and training method for top 
managers since they are those who have years of management 
experience in the banking industry, and therefore, would be 
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most likely to play an active role in the classroom, that 
is, to participate actively and express their opinions 
during the discussions. In other words, they would 
consider themselves to be the "director" of the whole 
programme, instead of being an actor. 
The English-Language Training Courses 
Above all, the Centre offers two tailor-designed 
English training courses regularly, which are conducted 
either by its own internal or external English tutors, for 
all the managerial staff of the Group. The need for 
English language training is increasing since there are 
many opportuni ties for the managers at the upper levels 
management to interact and converse with English-speaking 
individuals, and to read documents written in English. So 
it is similar to the case when the Group has expanded 
quickly to the international markets. 
In order to improve their English speaking and reading 
standard, the Centre has sponsored an evening English 
language training course for concerned and interested 
parties, especially those at the middle to upper management 
levels. The programme is composed of three teaching parts: 
the "Basic English" words pronunciations, sentence 
structure, common vocabulary, listening capability, basic 
English talking and the like; the "Practical English" - the 
structure and format of writing business letters and 
documents, English comprehension and usage and the like; 
and finally the "English for Business Communication" 
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English talking and writing in the business life. 
Another one is a day-release course on teaching the 
managers with "Social English". This course is essential 
for middle managers and above who always need to socialize 
and negotiate with English-speaking parties since social 
functions have become one of the dominant roles in their 
daily working life. To train the participants effectively, 
role-playing exercise is the most effective method for 
language training. 
Other Courses 
Besides the English-language training courses, the 
Centre would also provide specific courses for the middle 
to upper management to assist their working performance. 
For instance, the courses on: The Effective Way to Study 
the Financial Newspapers; The Concept of Foreign Exchange 
Business; The Technical Tools for Trend Analysis on 
Investment and Their Application; The Introduction of the 
New Cases on Banking Issues and Insurance and the like, 
will be tailor-designed and delivered to the managerial 
staff once the needs have been identified by the staff of 
the Centre or requested by the individual sister banks. 
The Role Of Trainers 
Except those large-module, conceptual and technical 
courses which are designed for the front-line employees and 
others at the operating core of the organizational 
structure, the trainers are performing the roles of 
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encourager, facilitator and deliverer in the class. 
As An Encourager 
As case-studying, role-playing, seminar, games, small-
group discussion and action-learning are the usual training 
methods used in the management development and training 
courses, the function of the trainers during the lessons is 
to encourage the trainees to actively participate and get 
involved to these activities for acquiring and learning the 
skills and knowledge. 
As A Facilitator 
Some ideas, concepts and knowledge being delivered in 
the courses may be very new and unfamiliar for the 
participants. Hence, it is the primary function of the 
trainers to assist the participants in understanding the 
knowledge, to create a good and relaxing training 
atmosphere, and finally to ease the way of learning for the 
participants by removing the possible learning barriers and 
obstacles existing. 
As A Deliverer 
Since most of the courses are supplemented by some 
printed materials, it is obvious that the general function 
of the trainers in the class is to distribute the prepared 
course-materials to the participants. 
\ 
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An Evaluation On The Programme 
At present, the ratio of ordinary staff to management 
team participating to the Group's management development 
and training programmes is about one to one (See Exhibit 
4). This can reveal that both parties have perceived the 
importance of management development on their personal and 
career growth (See Exhibit 5a). During the past thirteen 
years, the Centre has continuously increased its training 
resources and efforts to develop all the human assets of 
the Group (See Exhibit 5b). To ensure that the Centre can 
offer the appropriate courses to meet the needs of the 
participants at the right time, periodic survey, ei ther 
through questionnaire or personal interviews the senior 
management of individual departments or sister banks, is 
conducted to collect information for designing the overall 
programme. Al so, feedback is collected from the 
participants after they have completed the courses. By 
this way, the Centre can identify the deficiencies of the 
programme, from the rec ipients' points of view, in the 
aspects of the teaching methods, the structure and format 
of the programme, so that it can correct them accordingly. 
On the whole, it is the English-Language training 
courses that have become the most popular programme 
demanded by the employees, no matter where they are in the 
hierarchy of the organizational structure. This is because 
individuals at all levels of hierarchy required to have, at 
least, a satisfactory standard of English capability to 
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manage their work. Owing' to tile ~ l'gh ] 't d 
,JJ. qua , . l ' ~y an 
comprehensiveness of the programme in comparison with the 
external ones, most of ' the employees are willing to join 
this in-house programme to train and improve their English 
standard for general application. Today, there is abou ,t a 
hundred individuals enroling to these courses each year. 
Foreseeing the increasing demand for the similar language 
courses, Mandarin and English, the Centre is decided to 
enlarge their sizes by injecting more resources for 
development. 
For the management team, they would prefer to 
participate those courses which are carried out in the form 
of seminars and workshops. Small group discussions could 
allow all the participants to closely interact wi th one 
another and give them a lot of opportunities to express 
their opinions. Since this kind of structure creates a 
good learning environment and atmosphere for the 
participants, this could, in turn, motivate the managers' 
interest on learning and absorbing new ideas or knowledge. 
Its Future In The Coming Year~ 
The efforts and resources being invested by the Centre 
on the development of all the managerial staff of sister 
banks have been proved to be a worthwhile investment as the 
average turnover rate of managers remained very low, at 
about 10%. "There's no evidence to prove our Group being 
suffered from the loss of high calibre individuals," as 
commented by Mr. Yu. However, this does not imply that the 
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Group has paid no more attention on management development. 
Instead, it should substantially invest a large amount of 
money to develop its own human resources in a continuous 
way. 
In future, the need for more competent managers will 
obviously speed up the process of management development in 
the Group as it has announced the ambitious plans to expand 
its network and diversify its services to both 
international and local markets, and because of the growing 
importance of the role played by the Group in the banking 
system of Hong Kong. To accomplish the stated overall 
objectives of the Group, it is necessary for the Centre to 
have a very clear understanding on the development needs of 
the individual sister banks. Therefore, observation and 
survey should be continuously and regularly conducted by 
the Centre to identify the potential and needs of the 
banks. Based on the information collected, it will design 
and deliver appropriate courses to match with their needs 
and enhance their performance. For instance, the Centre 
has decided to allocate more resources on further 
development of its Overseas Training Programme in order to 
develop the managers· with the ability in doing an 
international business. This programme would allow the 
participants to have an exposure to the world and a better 
understanding on the Western banking systems and 
contemporary management concepts by sponsoring the top 
managers to study in the U.8. universities. 
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Although it is very costly to carry out a training and 
development programme, especially in designing tailor-made 
courses, it is a worthwhile investment for the long-term 
benefits of the Bank of China Group. Incorporated with the 
growth of the Group, a continuous effort on the development 
of managers should be spent by the Bank of China Group 





As Hong Kong is moving into an increasingly complex 
and challenging age in the coming decade, most of the 
organizations will, no longer, be looking for managers with 
"tunnel-vision", but those who could look at things in a 
wide latitude. Requiring the management team to possess a 
wide vision, it implies that generalists instead of 
specialists are in demand for by today's organizations. To 
develop managers, who are mostly classified as technical 
managers in specific areas, as generalists, a systematic 
management development programme must be launched 
continuously within the organizations. 
The Growing Importance Of Management Development 
In Hong Kong 
Recently, most Hong Kong companies have not perceived 
the importance of management development on their long-term 
benefi ts and growth. Most of their top management have 
wrong attitudes and beliefs towaids the significant impact 
of management development on the bottom line of their 
businesses. Some of them believed that the success of 
their companies is solely depended on their performance. 
Their subordinates are only acting as the tools of 
implementing and executing their plans and ideas. As in 
the case of the Bank of China Group, however, it indicates 
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that all the managing staff in the sister banks are 
representing as an important strategic unit to attain the 
overall objectives of the Group. Without the participation 
of the front-line managers, it is not an easy task for the 
top management in formulating a good strategic plan ,to meet 
the market needs. Hence, it is not an "one-man" show, but 
a Hteamwork H play for the success of the company. 
Also, some of them perceive that it is a risky 
investment to carry out a costly in-house management 
development programme. This is because of their fear of 




their competi tors . . 
leaders for other 
Although numerous 
development courses and programmes, which are designed and 
organized by the local and overseas external, professional 
and tertiary institutions, are available in the territory 
to the interested parties for self-development, these 
structured programmes may not perfectly fit in the needs of 
individual organizations. 
To ensure that an appropriate programme is being 
launched in the right ·time, it is worth for the company to 
design and introduce its own management development 
programme with the aid of the external sources in a certain 
extent. This is the reason why the BOC Group has recently 
made a great endeavour to develop its in-house management 
development programme. The growing populari ty of its 
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comprehensive and systematic development programme by its 
employees can prove that the BOC Group has already made a 
worthwhile investment ' for its future development and 
benefits. 
It might be true to comment that most managers, in the 
last decade, believed that learning through experiences and 
from their jobs was a kind of management development 
process and they were so busy that they did not have spare 
time for participating in the external structured 
management development programme. However, this learning 
and development approach is insufficient for today's 
managers to deal wi th the dynamic and challenging job 
environment. Rather, the companies must have a high 
corporate commitment to organize a desirable in-house 
management development programme to systematically develop 
their own human resources. 
This is the similar case for the banking business. 
The current environment is, no longer, remaining stable for 
the Hong Kong banking industry. The recent threats of 
bank-runs, the deteriorated creditability and reliability 
of the banking system and the intention of the local 
banking corporations to have an international movement have 
clearly reflected that the banking environment is going to 
become more and more dynamic and complex. So, what the 
banks currently demanded for are not executives who are 
experts in the banking field only, but the ones who are 
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all-round business leaders. The term "all-round" means 
that managers should possess a wide-range of abilities and 
knowledge and are not only able to manage the departments 
or divisions they supervised, but also having the potential 
to manage the organization as a whole. 
To develop a team of all-round managers, it is 
advisable for the banking corporations to design an in-
house management development programme, the one similar to 
the BOC Group. Although it means a huge investment from 
the organization, this approach could ensure that all the 
managers are developed according to its specific needs and 
matching the corporate culture. Besides, it is more 
flexible for the organization to alter the programme 
quickly in response to the changing needs from the 
environment accordingly. 
investing millions of 
establishment of an 
The success of the BOC Group in 
dollars and efforts on the 
outstanding in-house management 
development programme can provide a good reference to 
encourage other members of the banking industry to follow 
suit. 
A Change In The Approach of 
Management Development 
Just in the opposite of the shift of supplying 
management development programmes from the internal to 
external sources in the Western countries, most of the 
local banking corporations have begun to provide a 
comprehensive in-house programme for all the existing and 
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new coming managing staff. Among them are the Hongkong 
Bank group and the Bank of China Group. Based on the case 
of the BOC Group, it indicates that the Group has offered 
tailor-made courses to meet the individual needs for 
different levels of managers. For instance, an elementary 
course on the banking operation and general management is 
designed for the newly promoted officers and supervisors at 
the lower management levels; and a course on social English 
is introduced for the senior managers who are always 
attending various meetings, gatherings and other social 
functions. 
At present, most of the local tertiary and 
professional institutions have provided tailor-made courses 
for developing the existing managers in their respective 
fields of business. For example, a professional or 
postgraduate diploma 
time/part-time) have 








interesting banking corporation can, therefore, make use of 
these external structured programmes (diploma and MBA 
programmes) to include in the whole of its management 
development programme - - the part designed for the lower 
management level. By doing so , it can concentrate the 
company's resources on developing individuals at the upper 
management levels whose jobs are seldom standardized but 
organic in nature. Hence, it is much better to rely on the 
internal supply of development programme for the reason 
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that only the organizing company can totally understand its 
own needs and develop an appropriate programme for the 
accomplishment. 
As an effective in-company management development 
programme must be corporate cultural-oriented, all managers 
being developed will become unique assets of the 
organization. 
therefore, be 
A highly experienced management team 
retained, for the reason that 
can, 
each 
organization has its own unique corporate culture and so 
managers, especially those at the senior managing 
positions, are seldom willing to leave and adapt to a new 
life. Thus, it is worth for the organizations to set up an 
in-company management development programme as a means to 
retain their valuable human assets. 
The Common Management Development & Training Methods 
The practice of management development and training 
programme in the form of lectures and traditional teacher-
based, large-size classroom training is gradually replaced 
by workshops, seminars, action learning and case studies. 
Today's and tomorrow's managers are continually facing an 
organic and dynamic environment, so they always need to 
enhance their problem solving abilities. As managers 
possess years of experiences in problem-solving and 
decision-making, the traditional teacher-based and one-way 
training and development approach on the acquisi tion of 
knowledge could not encourage their learning interests and 
speed up their learning process. Rather, an active and 
48 
two-way approach is mostly suitable. 
Today, action learning, case studies and project-based 
workshops are the most common forms of acquisi tion of 
knowledge by the experienced managers. Under this active 
approach, managers are met in a small group to discuss or 
do some specifically and carefully chosen cases or works 
which are all real problems faced by them in the 
marketplace. These group-oriented training methods 
provide a forum for the participants to exchange their 
ideas and information, to challenge others and be 
challenged. Participants are continually acquiring new 
ideas and solutions through these direct interactions. 
These methods actually encourage questioning and 
experimentation among the participants. As a consequence, 
progress is made when participants can create new ideas or 
solutions for the issues faced by them through the exchange 
of experiences and information wi th the others and gain 
confidence on performing their tasks more efficiently in 
future. It is, therefore, a growing trend in Hong Kong 
that managers are demanding for more and more of these 
kinds of action-oriented development programmes. 
In conclusion, the important role played by management 
development and training programme on the future 
development of an organization is undeniable. Although it 
is apparently perceived as a training function, it can also 
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be acted as a strategic means to facilitate the growth of 
most Hong Kong companies in this challenging and turbulent 
decade. Management dev~lopment is not simply a personnel 
function. It should be treated as an independent unit, 
just like the current status of the BOC Group Training and 
Development Centre, and developed as a strategic part of 
the whole organization in accomplishing its overall 
objectives. Therefore, an effective management development 
programme of a company should be designed in accordance to 
the strategic business changes and used to assist its 
management team to achieve the overall corporate objectives 
effectively. Furthermore, it can be used to be a strategic 
tool in solving the scarcity problem of experienced senior 
managers who are capable of taking a wide and long-term 
perspective across the whole business. As the purpose of 
management development programme is to develop the human 
assets of a company as generalists, hence, these high-







to be posted to 
to fill in 
various managerial 
the job vacancies 
immediately. To ensure that the contents of the programme 
are always upkeeping to the managerial needs of the 
organization, a constant evaluation policy should be 
carried out. In general, management development practice 
must be an on-going activity in the organization because of 
the continuous changing and complex business environment 
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EXHIBIT 3: THE BOC GROUP'S MANAGEMENT DEVELOPMENT & 
TRAINING PROGRAMME FOR ALL MANAGERIAL STAFF 
TOP MANAGEMENT LEUEL 
(MEMBERS OF THE OFFICE FOR GENERAL MANAGERS) 
MIDDLE MANAGEMENT LEUEL 




a TI~ EMPLOYEES 
BUSINESS 
DEV. 
CORE COURSES OF BUSINESS MANAGEMENT 
LOWER MANAGEMENT LEUEL 
(OFFICERS/SENIOR OFFICERS) DISTANCE-LEARNING ON BUSINESS MANAGEMENT a ADMINISTRATION 
NOTES I SM - SERVICE MANAGEMENT 
TS - SEMINARS ON TEAM SPIRIT 
5MB - STRATEGIC MARHETING ON BANHING 
LaTW - LEADERSHIP a TEAMWORH 
NEG. - NEGOTIATION 
DEV. - DEVELOPMENT 
PM - PERSONNEL MANAGEMENT 
EXHIBIT 4: 
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A CHART SHOWING THE PARTICIPATION RATIO OF 
ORDINARY STAFF TO MANAGERIAL STAFF IN THE 
MANAGEMENT DEVELOPMENT & TRAINING PROGRAMME 
Source: The Bank of China Group Training & Development Centre 
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EXHIBIT 5a:: A DIAGRAM INDICATING THE GROWING TREND OF 
THE ANNUAL TOTAL NUMBER OF PARTICIPANTS IN 








Source: The Bank of China Group Training l Development Centre 
EXHIBIT 5b: A DIAGRAM INDICATING THE INCREASING TREND OF 
THE NUMBER OF COURSES OFFERED BY THE CENTRE 
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